The main purpose of this study is to investigate whether the managers' authentic leadership styles affect employees' organizational cynicism and virtual loafing behavior. The sample of the study consists of 208 administrative staff at Ahi Evran University. According to the results of the study, it is clear that the authentic leadership reduces organizational cynicism and does not reduce the virtual loafing; and organizational cynicism behaviors have an increasing effect on virtual loafing. Sample of the research consists of administrative personnel working at Ahi Evran University located in Kırşehir. First of all, descriptive statistics, correlation, and hierarchical regression analyses were conducted related to the hypotheses tests. The results of these analyses revealed that a negative relationship existed between authentic leadership and organizational cynism, while there was a positive relationship between organizational cynism and virtual loafing. Moreover, no negative relation was found between authentic leadership and virtual loafing, which was one of the hypotheses of the research.
difference between cynical behavior and virtual loafing behaviors of the public personnel.
In addition to the authentic leadership behaviors of the administrators in public institutions; it is also of great importance that employees are likely to have an adverse effect on corporate productivity and that their impact on cynicism and virtual loafing behavior is determined and guided by relevant managers. Furthermore, empirical studies that measure the relationship between authentic leadership, organizational cynicism and virtual loafing behaviors which have not been done before is of great importance in terms of leading the researchers who will work on it.
Data collection and interpretation, which is a field research, was used in this study. In the scope of the research, literature review was performed first. Then; the results were obtained using authentic leadership, organizational cynicism and virtual loafing scales, and some data were analyzed with the help of the SPSS program. The results of the analyzes were compared with the literature results to reach the final state of the research.
2-Literature Review and Hypotheses 2.1. Authentic leadership and organizational cynicism
Looking at the work of the relationship between authentic leadership and organizational cynicism, it has been seen that there are works of Laschinger et al. (2013) and Polatcan and Titrek (2014) on this field. In their research on the health sector, Laschinger and others (2013) reached the conclusion that authentic leadership behaviors of head nurse, working conditions of nurses, and empowerment perceptions affect nurses' emotional exhaustion and cynicism. Tabak et al. (2013) examined in their works on authentic leadership perceptions of employees of a Turkish company in relation to organizational trust, organizational commitment, and organizational cynicism. As a result of that study; they came to conclusion that authentic leadership has a positive relation with organizational trust and organizational commitment; and it has a significant negative relationship with organizational cynicism. In the Polatcan and Titrek (2014)'s surveys, they aimed to determine the relationship between authentic leadership behaviors of school principals and organizational cynicism of teachers. As a result of the research, Polatcan and Titrek (2014) found a moderate and negative relationship between the authentic leadership behaviors and cynicism. Tabak et al. (2013) examined about the authentic leadership perceptions of the employees of a Turkish company in relation to organizational trust, organizational commitment, and organizational cynicism in their works. According to this study; they came to conclusion that authentic leadership has a positive relation with organizational trust and organizational commitment; and it has a significant negative relationship with organizational cynicism. Authentic leaders; those who are known and respected for their honesty, who are aware of who they are and who know what they believe, who value transparency and consistency in their judgments, ethical reasoning and attitudes, and who focus on developing a positive mood among themselves and with their colleagues in trust, optimism and flexibility (Avolio et al.,2007) . Within the scope of this research, organizational cynicism has been considered as a negative attitude towards the employee. When both the above research findings and the definitions and components of authentic leadership in organizational behavior literature are evaluated, it is assumed that authentic leaders may have an organizational cynicism-reducing effect, which is one of the negative attitudes towards organization. We can develop the first hypothesis of our research from that point. H 1 : There is a negative relationship between authentic leadership and organizational cynicism.
Authentic leadership and virtual loafing
Relational studies between authentic leadership and virtual loafing have not been studied much in the literature; Lee, Chen and Liou (2015) have done the closest work on this subject. Our work is a pioneering work in this sense. Lee, Chen and Liou (2015) found in their work that in the perceived social loafing, the lead of taxpayers indirectly has a negative influence on tax collectors. Mentioned researchers investigated the relationship between leadership and social loafing rather than authentic leadership and virtual loafing. Within the scope of this research, virtual loafing was evaluated from the point of personal use of the computers and smart phones, not for the business purposes, while the employee is at the workplace. When these limited studies in the literature are evaluated, it is assumed that authentic leaders can have a negative effect on virtual rescue behaviors. We can develop the second hypothesis of our research. Murphy and others (2003) found that in their studies; individual social change associations that are shaped at the workplace play a role in mediating the relationship between social loafing, distributed justice, and perceptions of interaction. In particular, there may be a mediating relationship between leading member exchanges and team member exchanges, social loafing and intervening justice. In addition, leading member exchanges may have an intermediary relationship between justice distribution and social loafing behavior. When the research results of the researchers are examined; it is seen that there is a significant relationship between the interaction of justice and leader members; and the interaction of justice and team members. There is a negative relationship between leader member Exchange and social loafing, but there is no of it in team member change. It appears that the distribution of justice does not have a significant relationship with the leading member exchange. This does not support the fact that there is a change of leader member as an intermediary role between the distributed justice and social loafing (Murphy et al.,2003) H 2 : There is a negative relationship between authentic leadership and virtual loafing.
Organizational cynicism and virtual loafing
The behavior of organizational cynicism increases the virtual loafing behavior. In the literature, it was found that there are studies that measure the relationship between organizational cynicism and burnout or perverse behavior rather than the relationship between organizational and virtual loafing. The study that is closest to our research on the subject is the work done by Shahzad and Mahmood (2012) . Cynicism is a thought that belongs to people who are constantly critical of the events and who are full of fond and negative thoughts. The basis of the concept of cynicism is that people leave positive personality characteristics such as honesty and justice for their personal interests to the second plan. Cynicism can be arised from an individual's own personality traits or from their own organization's traits (Eaton 2000) . According to the results of these studies, researchers found a meaningful and positive relationship between organizational cynicism and deviant behavior in the organization. When these limited studies in the literature are evaluated, it is assumed that organizational cynicism might increase the virtual recording. We can develop the third hypothesis of our research from that point of view as:
There is a positive relationship between organizational cynicism and virtual loafing.
Figure 1 Theoretical model of study 3-Methods
The sample of this study is formed with 208 administrative staff at Ahi Evran University. While measuring the authentic leadership behaviors of managers in the research; an authentic leadership scale of 16 items developed by Avolio, Gardner and Walumbwa (2007) Finally, a virtual loafing scale consisting of 22 items developed by Blanchard and Henle (2008) was used to measure the employees' virtual loafing behaviors. Measurements were performed with a scale of 5 likert type; (1= strongly disagree, 5= strongly agree) the examples may be given from the items such as 'I play online games' and 'I download music from the internet'. The reliability coefficient of the questionnaire is 0, 89.
Within the scope of the survey, 210 administrative staff members replied as answered from 220 questionnaires distributed in total. Because of the unhealthy and incomplete data of the 2 replied questionnaires, these 2 questionnaires were excluded from the study. Within the scope of the research, 208 questionnaires were used to obtain the results. In this context, the approximate rate of return was 95%.
4-Validity and reliability analysis
The authentic leadership scale with 16 items, the organizational cynic scale with 13 items, and the virtual loafing scale with 22 items used in this thesis study were tested by factor analysis and reliability techniques for structural validity. Despite the fact that there are 16 items on the authentic scale related to authentic leadership, Factors 5, 6 and 9 were subtracted from factor analyzes and the scale was reduced to 13 items. There are 22 items on the original scale of the virtual loafing, and because 5 of these items show internet and e-mail standards of employers and employees (Items 11, 12, 14, 15, 19) ; Items 4, 6, 8, 10 and 22 were omitted for the purpose of reflecting the variance of the original values as a result of the factor analysis. Thus, in this study, 12 items were used which are appropriate to the subject related to virtual loafing. As a result of the new scale reduction in factor analysis, coefficients of Cronbach Alfa have also changed. These changes have occurred in the revised authentic leadership and the revised virtual loafing (Özdemir, 2017a) .
According to this; the total Cronbach Alpha coefficient was found to be 0.926 in the new reliability test for the collected data with the authentic leadership questionnaire (p < 0,001). The Cronbach Alpha coefficient was found to be 0.790 (p <0.001) in the new reliability test which is related to virtual loafing. Factor analysis with organizational cynicism scale showed that the scale had the same effect as the original scale. Therefore, the Cronbach Alpha coefficient was found to be 0.915 as previously calculated (p <0.001). The newly found Cronbach Alpha values also show that the scales are reliable (Özdemir, 2017a) . When the distribution of employees according to gender is examined in Table 1 , 68.3% of the employees were male (n = 142) and 31.7% were female (n = 66). When the marital status of the employees whose opinions are taken within the scope of the research is examined; 78.4% were married (n = 163) and 21.6% were single (n = 45). When the educational status of the administrative staff participating in the survey is examined; (N = 5), 16, 3% were high school (n = 34), 20, 3% were associate degree (n = 42), 56, 7% were licensed (n = 118), and 4, 3% were graduates of graduate school (n = 9). When the age groups of the administrative personnel in the scope of the research are examined; (n = 2), 30.8% of the patients were between the ages of 21-30 (n = 64), 43% were between the ages of 31-40 years (n = 90), 15% (N = 32), and 9.6% were older than 51 years (n = 20). The Pearson Correlation coefficients of the variables in the study are given in Table 2 .
5-Results

Table 2. Average of variables, standard deviation, correlation coefficients
When the information in Table 2 is examined, there is a positive low level relationship (r = 0, 37, p < 0, 01) between organizational cynicism and virtual loafing; and there is a negative low level relationship(r = -0, 26, p < 0, 01) between authentic leadership and organizational cynicism. It is determined that there is a negative low level of relationship (r = -0, 20, p < 0, 01) between authentic leadership and administrative staff years (seniority) in the institution; and there is also a negative low level of relationship (r = -0, 25, p < 0, 01) related to the age of employees with authentic leadership. There is a high positive relationship (r = 0, 70, p < 0, 01) between the years of employment (seniority) and the ages of employees. It is determined that there is a low level of relationship (r = -0, 30, p < 0, 01) between seniority and education level of employees; and also there is a negative low level of relationship (r = -0, 26, p < 0, 01) between the seniority and marital status of the employees. It is determined that there was a negative low level relationship between the ages of the employees and the education levels (r = -0, 33, p < 0, 01), and a negative low level relationship between the ages of the employees and the marital status (r = -0, 34, p < 0, 01), and a negative low relationship between the ages of the employees and the gender (r = -0, 21, p < 0, 01). In addition, there was a positive relationship between education levels of employees and gender (r = 0, 15, p < 0, 05). In Table 3 , a hierarchical regression analysis was conducted to examine the behavior of organizational cynicism among administrative staff at Ahi Evran University, a public institution, and how much the authentic leadership behaviors of the managers are determined. If it is known that the independent variables have any effects on the dependent variable, it is appropriate to use the hierarchical regression analysis (Gürbüz and Şahin, 2016) .
Hierarchical regression analysis results are statistically significant [F = 4,407; p < 0, 01] . When the data in Table 3 are examined, the R 2 value is 0,080. This result shows how much of the change in the dependent variable (organizational cynicism) is explained by the independent variable (authentic leadership). According to this, it can be said that the 8% change in organizational cynicism depends on authentic leadership. When you look at Beta coefficients; it can bee seen that when authentic leadership increases by 1 unit, organizational cynicism decreases by about 0. In table 4, a hierarchical regression analysis was conducted to examine the extent to which the virtual rescue behaviors of administrative staff at Ahi Evran University stem from authentic leadership behaviors. Hierarchical regression analysis results are not statistically significant [F = 0,890; p > 0,005] . When the data in Table 4 are examined, the R 2 value is 0,017. This result shows how much of the change in the dependent variable (Virtual Loafing) is explained by the independent variable (authentic leadership). According to this, it can be said that the change of about 2% in the virtual loafing depends on authentic leadership. This is a very small amount. In table 5 , a hierarchical regression analysis was conducted to examine the extent to which the participant's virtual loafing behaviors originated from organizational cynicism behaviors. Hierarchical regression analysis results are statistically significant [F = 9,270; p < 0,001]. When the data in Table 5 are examined, the R 2 value is 0,154. This result shows how much of the change in the dependent variable (virtual loafing) is explained by the independent variable (organizational cynicism). According to this, it can be said that about 15% change in the virtual loafing depends on organizational cynicism. When you look at beta coefficients; when organizational cynicism increases by 1 unit, virtual loafing increases by about 0.38 units (p < 0,001) (Özdemir, 2017b) .
6-Conclusion and Evaluation
As a result of the analyses made, the following results were obtained regarding the hypothesis tests. There is a negative relationship between authentic leadership and organizational cynicism. This case supports the works of Laschinger et al. (2013) ; Tabak et al. (2013) ; Polatcan and Titrek (2014) from the literature. There is no negative relationship between authentic leadership and virtual loafing. This case supports the works of Lee et al. (2015) and Murphy et al. (2003) in the literature. There is a positive relationship between organizational cynicism and virtual loafing. This case supports the works of Aghaz and Sheikh (2016) ; Shahzad and Mahmood (2012) ; Gün and Turunc (2015) .
The results obtained in the study also suggest some suggestions for implementation: (1) for the result that the authentic leadership did not reduce the virtual loafing; it can be said that the virtual loafing might be caused by the organizational culture, the personality characteristics of the occupation, the organizational structure, and the nature of the task performed. Therefore, the organization's culture and work to be done to improve the quality of the work done; it can be assessed that the occupants can have an effect in reducing the virtual loafing behavior. (2) When it is thought that the behavior of organizational cynicism increases the virtual loafing, employee need to work to understand and reduce cynical behavior. Reduced cynicism behavior will also reduce virtual loafing behaviors, so that the employee will not have wasted time. The efficiency, productivity, and profitability will be increased when the time to waste is used for the workplace. In this context, managers should try to find out the reasons underlying the behavior of cynicism and to make efforts to improve it. It is also important to provide training to resolve cynicism and virtual loafing behaviors. (3) For businesses, the reduction of cynicism behavior and virtual rescue behaviors of staff will bring increased efficiency and performance. Hence, it can be said that it is beneficial for managers to have leadership related to authentic leadership and effective management, development of managerial skills and advanced management skills. (4) Taking into account variables such as organizational culture, personality traits of employees, organizational structure, and the nature of the task being undertaken will help to get better results. (5) Organizational cynicism and virtual loafing can also be caused when the organizational structure is very over-hierarchical. This can create some strain on employees. Some social activities can be organized to reduce the tension, such as picnic arrangements and weekend activities. Since the hierarchical organization structure is more disciplined and controllable, virtual loafing out behaviors may be less. In the flexible organizational culture, more virtual loafing can be seen because it is a family or friendly environment. The existence of an organizational culture that will balance these two situations is more important for the reduction of virtual loafing behaviours. These are; it can lead to a decrease in the virtual loafing due to cynicism. (6) Organizational culture can be amendable by opening an ethical organizational culture, recruitment training for new employees, and periodic trainings for current employees. Job descriptions of each employee are clearly defined. In this respect, the responsibilities and authorities of the employees can be determined. An ethical organizational culture can lead employees not to focus on their work merely in a social and virtual sense of activity. (7) Also the quality of the task being performed is an important issue. The task may be or may not be a routine. Routine tasks may cause monotony. Hence, employees may move to loafing behaviors in order to break their monotony. In order to prevent employees from saving the virtual loafing sense, managers need to save the work done from monotony. The application of rotation in this regard may be an effective method of recovering from monotony.
There are also some limitations to this work. Factors such as the organizational structure that originated from the the place where the research is done being the public institution may have affected the findings. For this reason, doing the same work in private sector may bring different results. Secondly, demographic factors may have affected the outcomes. Most of the participants in the survey consisted of men (% 68, 3) and employees with a term of less than 5 years (% 51, 9). If future work is to be applied to a different gender composition and more senior employees, different outcomes may be achieved. In addition, those who participated in the survey may not reflect their true opinion in order not to give a negative impression to the managers or fear that the results of the survey might be explained. The fourth and final limitation of the study is; there might be some common variance bias in the study. According to Gürbüz and Sahin (2016) , common method bias can also be called as the common method variance. The common method bias is the systematic error of variance between measured variables. Generally speaking, common method bias results from the collection of data on dependent and independent variables from the same source or from the same evaluator. Looking at the findings of this study, we believe that the following suggestions will be useful for those who will work on this field and for sector employees.
This study is a cross-sectional study conducted on the basis of the information given by the subjects at the moment. When organizational cynicism and virtual loafing are thought to have changed over time; making a spatial work on the topic may lead to more useful information being obtained. * Important Note * This study is derived from the dissertation of Halil Özcan ÖZDEMİR and his presentation in the 25th Congress of National Management and Organization.
